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Abstract
This article analyses the labour market incorporation of migrants and second-generation minorities in France. Using the
2013–2017 French Labour Surveys and the 2014 adhoc module, we focus on labour market outcomes—activity, employ-
ment, occupation and subjective overqualification—and measure the gaps between ethnic minorities and the majority
group by origins, generation and by gender. In order to elucidate the mechanisms behind these gaps and explain ethnic
disadvantages for immigrants, we take into account different factors, such as education, and factors linked to migration—
duration of stay in France, language skills, foreign qualifications, nationality—with additional controls for family, socioe-
conomic and contextual characteristics. We also investigate the returns to higher education among second-generation
minority members compared to the majority population. We show large differences by country of origins, generation and
gender. Across generations, most minority members have made clear progress in terms of access to employment and
skilled jobs, but ethnic penalties remain for the descendants of North-Africa, Sub-Saharan Africa and Turkey. In contrast,
Asian second-generation men and women encounter slight advantages in attaining highly-skilled positions. Controlling for
tertiary degrees even increases the gap with majority members mostly in access to highly-skills jobs.
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1. Introduction
In a context of increasing immigration into Europe, the is-
sue of the integration of migrants and their children lies
at the heart of current social, economic and academic de-
bates. Their labour market incorporation is an important
issuewith consequences for economic integration, social
mobility and cohesion.
Immigration in France is an old phenomenon with
records of migrant waves since the 19th century (Noiriel,
1988). Immigrants and their descendants constitute a di-
verse population, and successive waves of immigration
have contributed to this diversity (Beauchemin, Hamel,
& Simon, 2016; Brutel, 2014). Second generations from
more recent waves of migrations (e.g., from Turkey or
South-East Asia) are now in the labour market and may
be comparedwith earlier waves such as those from EU15
countries or North-Africa.
This article analyses the labour market outcomes of
immigrants and second-generation minorities in France
by comparing these groups to the majority population.
We aim at measuring the gaps between generation,
country of origin and by gender in order to analyse
whether there is an improvement or persistence of eth-
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nic inequalities across generations over time. We also
focus on the transferability of educational qualifications.
Human capital is an important factor for the obtainment
of skilled and stable jobs. It is often assumed that the
second generation, socialized and educated in France,
should be able to catch up with the majority popula-
tion in terms of its situation in the labour market. How-
ever, scholarly debate in the United States between the
assimilation perspective (e.g., Alba & Nee, 2003) and
the segmented assimilation perspective (e.g., Portes &
Rumbaut, 2001; Portes & Zhou, 1993) is relevant for the
French case.1 A number of previous studies in France
have shown disadvantages in access to employment, par-
ticularly pronounced for those with North-African and
Sub-Saharan Africa origins (e.g., Brinbaum & Guégnard,
2013; Brinbaum & Werquin, 1997, 2004; Frickey & Pri-
mon, 2006; Meurs, Pailhé, & Simon, 2005, 2006; Silber-
man, Alba, & Fournier, 2007; Silberman& Fournier, 1999;
etc.). These disadvantages appear to be reduced and dis-
appear for the second generations when wages are con-
sidered (Aeberhardt, Fougère, Pouget, & Rathelot, 2010;
Boumahdi & Giret, 2005; Dupray & Moullet, 2004), but
exist, in a lesser extent, as to early career job quality (Brin-
baum & Issehnane, 2015).
However, only some research compares the labour
market situation of first and second generations due to
the lack of the data and the size of the samples by ori-
gins in the surveys (in general population), but also be-
cause of the difficulties of comparison. Therefore, most
research have been focused on the second generation:
born and educated in France, they are more compa-
rable and should be able to catch up with the major-
ity population.
The Trajectories and Origins Survey, conducted in
2008, allows us to analyse labour market outcomes for
immigrants and their descendants (Beauchemin et al.,
2016). In comparison to the majority population, we ob-
serve ethnic penalties in employment for non-European
immigrants and their descendants, both amongmen and
women (Brinbaum, Meurs, & Primon, 2016). Differences
are also observed among second generations by gender
(Brinbaum & Primon, 2013b). It is important to investi-
gate whether the same patterns can be observed now,
as the economic crisis may have accentuated the gaps.
Among immigrants, a number of other factors may
shape labour market insertion, such as language skills,
the recognition of foreign qualifications, and the role of
nationality. Without knowledge of the language, it may
be difficult to assert one’s skills in the labour market
(Chiswick & Miller, 2014). Recognition of foreign qualifi-
cations and transferability of skills into skilled jobsmay in-
deed be a strong barrier for the economic integration of
immigrants in Europe (Damas de Matos & Liebig, 2014).
These dimensions are rarely considered because of lack
of data, and some variables linked to the experience of
migration remain unobservable in the surveys.
We further study the effect of having a tertiary de-
gree on the employment prospects and access to skilled
positions among second-generation minority members.
This article constitutes an important contribution to
the debate.We use recent data: the French Labour Force
Surveys (LFS) from 2013 to 2017 and the 2014 adhoc
module. Furthermore, we focus on a variety of labour
market outcomes such as activity, employment, occupa-
tion and perceived over-qualification to build a compre-
hensive picture of labour market insertion. We compare
the situation in the labour market of both immigrants
and descendants from earlier and more recent waves
of immigration, while taking into account heterogeneity
and diversity of both origins and gender. First, we de-
scribe and measure the gaps between majority and mi-
noritymembers—with controls for education and socioe-
conomic and contextual characteristics (or “ethnic penal-
ties”, to refer to Heath & Cheung, 2007)—by groups of
origin, generation and gender. Secondly, we focus on the
factors affecting this disadvantage. In one hand, we ex-
amine whether the remaining gaps among immigrants
can be explained by duration of stay in France, language
skills, education (received in France or abroad), national-
ity, which, importantly, have been captured in the sur-
veys which we are using. On the other hand, we test
the impact of the possession of tertiary degrees among
second-generation minority members.
2. Data and Methodology
This study uses data from the French Labour Force Sur-
vey (LFS), a nationally representative dataset, gathered
by the French National Institute of Statistics and Eco-
nomic Studies (INSEE). A pooled sample has been built
from 2013 to 2017, using data from the four quarters of
each year, and the two first quarters of 2017. This pro-
vides rich and recent data on labour market outcomes
which allows us to distinguish between themajority pop-
ulation, migrants and minorities. Moreover, generation
and country of origin differences have been recorded.
Additionally, we use the 2014 adhoc module that con-
tains important information on immigrant’s outcomes.
The sample of this survey is too small for detailed gen-
erational analysis.
Our analysis is focused on respondents aged 18 to
64. Students, people in adult education or in training
are excluded. We compare the labour market outcomes
of migrants and second generation minorities to the
outcomes of the majority group in France, differentiat-
ing between men and women. France here concerns
Metropolitan France, our sample consisting of 595,214
men and 630,440 women—and among the active, re-
1 According to the assimilation perspective, over time and generation, ethnic differences would be reduced (Alba & Nee, 2003). According to the seg-
mented assimilation perspective, changes in the labor market context and the racialization of contemporary migrants would reduce opportunities
for social mobility that were afforded to European immigrants. The second generation might experience high levels of discrimination and downward
assimilation (Portes & Rumbaut, 2001; Portes & Zhou, 1993).
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spectively, 491,318 men and 467,133 women. We ex-
cluded those with missing data on diploma (N = 2723)
because this is a key variable for our study.
The origin variable is based on the respondents’
place of birth, their parent’s country of birth and nation-
ality at birth. Individuals born outside France and foreign
at birth are defined as immigrants. The second gener-
ation is defined as those born in France with at least
one immigrant parent. The reference group, the major-
ity population, includes individuals born in France whose
parents are French at birth and born in France. We re-
tain seven countries or areas of origins; for each, we
distinguish first (born abroad) and second generations
(born in France): EU15 and EU13 countries, Maghreb (Al-
geria, Morocco, Tunisia), Other Africa (or Subsaharan-
Africa), Turkey, South-East Asia (Vietnam, Laos, Cambo-
dia, China) and Other Asia. Among Europeans we dis-
tinguish between those from EU15 members (without
France) and those from EU13 countries, the new EU
members from East countries. The last category, with
“other countries”, is included in the analyses, but we
don’t present the outcomes on account of its hetero-
geneity. Table A1 in Annex presents the sample sizes by
origin groups.
We focus on four outcomes: the probability of be-
ing employed (rather than unemployed or inactive, an
indicator which measures the labour market participa-
tion and share of inactivity),2 the probability of being
employed (rather than unemployed) among the active,
as well as the probability of holding managerial and pro-
fessional positions. This indicator is based on the cur-
rent job occupation of the respondent, and ISCO-08 cate-
gories are used to measure highly-skilled jobs. Addition-
ally, among immigrants, we analyse the probability of as-
sessing oneself as overqualified; this subjective question
on overqualification, in considering its own qualifications
and skills, is only available in the adhoc module.
To give an overview of the employment patterns by
generation status, country of origin and by gender (see
Section 3.1), we first look at descriptive statistics to ex-
amine gross differentials (in percentages). All descriptive
analyses are weighted. We then use multivariate analy-
sis to measure the ethnic gaps (net of controls) for each
labour market indicator (see Section 3.2).
Multivariate analyses are conducted separately by
gender and introduce controls for factors that can ex-
plain the gaps: age, age squared, family situation activ-
ity and partner’s activity (whether respondents have a
partner or not and whether the partner is employed, un-
employed or inactive), the number of children (no child,
one, two or more), education measured by the highest
diploma, self-reported health, place of residence, and
the year of survey. Regarding education we distinguish
between no diploma, vocational diploma—in lower sec-
ondary education—baccalaureate—high school diploma
or equivalent—post-secondary degree—two-year de-
gree after the baccalaureate—and more; on place of
residence we distinguish whether they live in “zus”,
segregated areas—which have been shown to affect
employment—in Paris or outside Paris. Through logistic
regressions we estimate differences in the probability of
employment (first for all individuals and then for the ac-
tive), of accessing skilled jobs andof feeling overqualified.
We report average marginal effects in the tables.
We use different analyses for migrants (see Sec-
tion 3.3.1) and second generations (Section 3.3.2) to test
specific hypotheses. For immigrants, based on the adhoc
module, we include men and women and add gender
as a control. We further include an indicator of nation-
ality (foreign/French), duration of stay in France, linguis-
tic skills or French knowledge (fluent French or mother
tongue, difficulties with written or spoken French). In Ta-
ble 3, we report the odds ratios from the logistic regres-
sion for some dependent variables, as we are mainly in-
terested in the effect of ethnic origins, education and the
factors linked tomigration. Then, we investigatewhether
higher educational qualifications benefit migrants and
whether having obtained any post-secondary degree in
France or not ameliorates the prospects of immigrants
in line with the human capital framework.
For the analysis focused on second generations com-
pared to the majority, based on the LFS Surveys, we es-
timate whether higher education benefits the second
generation. We include an interaction term between ori-
gin groups and highest diploma in order to compare
the highly educated—those with a tertiary degree—and
the lower educated—those with at most a secondary
diploma.We report results as the difference in predicted
probabilities for each outcome and minority group com-
pared to similarly qualifiedmajoritymemberworkers, es-
timated at the grandmargin.Wewould expect lower eth-
nic gaps.
3. Findings
3.1. An Overview of Employment Patterns by
Generation, Groups of Origins and Gender
Minorities individuals and the majority population differ
in terms of individual and socio-demographic character-
istics such as age, level of education, number of children,
place of residence, etc. In particular, age structure varies
a lot between different migrant groups. Second gener-
ation minority members are younger on average than
the majority population though this pattern differs by
origin. The proportion of people under 30 is particularly
high among individuals with Turkish descent (59%), from
other Asian countries (55%) and Other African countries
(54%), which constitute more recent waves of migration.
This rate is lower for descendants from EU15 countries
(16%), which represent earlier waves of migration (the
mean age for the latter is similar to those of the majority
2 This is the International Labour Organization’s definition: active people include all persons who have been in paid employment during a reference week,
just prior to the date of survey.
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population, at 17%).3 It’s interesting to analyse the situ-
ation in the labour market of groups from more recent
waves of migration, less known, because they were too
young in previous surveys and they are now numerous in
the labour market.
The level of education varies largely between the ori-
gin groups and by generation. They live in different con-
texts: some groups, such as minorities from Maghreb
and Sub-Saharan Africa live more in segregated areas
than the majority members (between 17% and 26% ver-
sus 3% for the majority population in our data).
Table 1 distinguishes labourmarket outcomes by gen-
der and generation. There are clear differences between
men and women by generation in respect to inactivity.
Here, employment rate is defined as the percentage of
persons employed rather unemployed or inactive. Over-
all, the employment rate is lower for first- and second-
generation minority members compared to the majority
population, with large differences by country of origin.
Among men, employment is high and similar to that
of the majority population of the second generations
fromEU15 countries andminorities fromSouth-East Asia.
In contrast, the second generations from EU13 countries
and from Maghreb, as well as minorities (both genera-
tions) from Turkey and Sub-Saharan-Africa, are less likely
to be employed. For the active, the picture changes a
little; in particular, the second generation from EU15
and EU13 members catch up with majority members,
while the employment rate remains low for minority
members from Africa and Turkey. Surprisingly, for some
groups, such as South-East Asians, Sub-Saharan-Africans
and Turks, immigrants are more likely to be employed
than the descendants of immigrants.
Among women, we observe huge differences be-
tween generations for some groups. While the em-
ployment rate appears very high for second-generation
women from EU15 countries and close to that of the
majority population; it is much lower for those coming
from EU13 countries, Maghreb, Sub-Saharan Africa and
Turkey, with significant differences between generations.
Hence, only 24.5% of first-generation Turkish women are
employed andmore than 50% are inactive (66%). In com-
parison, 44% of their descendants are employed, which
is still low, but an increase across generations has been
observed. Among North Africans, the employment rate
goes from 35% to 60% (respectively from 46.5% to 74%
for Other Asians) across generations. Low participation
in the labour market is particularly widespread among
women coming from Muslim countries. This reflects dif-
ferent cultural attitudes and relationships to the activ-
ity in the country of origin (these factors cannot be ob-
served in this survey). Hence, the change across genera-
Table 1. Labour market outcomes by country of origin, generation and by gender (in %). Source: INSEE Labour Force Survey
2013–2017, excluding people in education or in training.
Men Women
Employed Employed Occupation Employed Employed Occupation
among High skilled among High skilled
active jobs active jobs
Majority 	 77,1 91,6 24,1 71,1 91,9 22,1
EU15 1st 73,4 92,1 21,3 66,9 91,9 18,7
2nd 77,2 91,3 21,5 70,8 91,4 19,3
EU13 1st 74,0 84,3 20,3 60,4 84,1 25,4
2nd 63,4 91,3 32,1 57,5 93,0 25,1
Maghreb 1st 62,3 76,3 13,0 35,4 75,8 10,3
2nd 65,3 75,9 14,9 59,6 81,3 15,1
Other 1st 71,3 81,0 13,2 57,0 79,8 6,5
Africa 2nd 65,6 77,1 14,2 59,6 77,2 13,9
Turkey 1st 65,7 79,4 4,5 24,5 71,4 2,4
2nd 64,8 74,5 7,5 43,9 74,0 5,3
SouthEast 1st 78,4 91,4 27,1 64,9 90,1 19,4
Asia 2nd 77,3 85,6 29,4 75,6 90,8 32,6
Other Asia 1st 75,3 86,7 28,1 46,5 84,2 20,0
2nd 72,7 85,0 33,4 74,3 89,3 35,1
3 Immigration from Spain and Italy were earlier waves of immigration in the 1930s and, later, from Portugal, since 1970. Immigration from Algeria after
the SecondWorldWar and fromMorocco, from the late 1960s, constitute regular flows. Since the 1960s, immigration concerns more African countries
(out of Maghreb) and Asian countries, through the flows are less important.
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tions is particularly striking: the employment rate of the
second generation surpasses the one of the first genera-
tion, except for the EU13 countries. Overall, second gen-
erations tend to adopt the model of the majority popu-
lation. Among the active, the differences in employment
between generations are smaller.
In terms of access to skilled jobs, access to a manage-
rial or professional position varies largely by generation
and origin groups.
Among men, Asian minorities and the EU13 second
generations have the highest occupational attainment
(between 27% and 33%), exceeding that of majority
members (24%) while North-African and Sub-Saharan
African origins have poor attainment. This lagging be-
hind holds in both the first and second generations of
North African descent. Among Europeans, outcomes dif-
fer more for occupation than for employment. While
men from EU15 countries have a high employment rate,
they are less likely to hold skilled jobs. The second gener-
ations from EU13 countries is more likely to access good
position than the first generations, indicating a polariza-
tion within this group.
Among women, we note a progress from one genera-
tion to the other, with a higher proportion of skilledwork-
ers among the descendants of immigrants for almost all
the origin groups. Skilled workers are particularly numer-
ous among Asian second generation women (who sur-
pass the first one and the majority population to reach
more than 30%with very good occupational attainment).
Yet, they are very few women in the Turkish origin group
with good positions (respectively, 2.4 and 5.3% for first
and second generation).
The percentage of high skilled workers has increased
over time, with the evolution of educational attainment,
both in the countries of origins and in the host coun-
try. However, levels of education differ largely by origin
group, generation and by gender (see Table A2 in Annex).
First, we highlight a large progress from the first genera-
tion to the second one for almost all groups, except for
the women from EU13 countries. The progress is huge in
particular for women ofMaghrebian, Sub-Saharan Africa
and Turkish origin; the change between generations is
even more pronounced when we include the inactive.
However, the rate of higher educated remains quite low
for the Turkish second generation (for both genders),
while it appears particularly high among Asian second-
generation men and women,4 who even surpass the ma-
jority population. This is consistent with previous French
research that highlights the success in school careers of
the South-East Asian second generation, and the low ed-
ucational attainment of second generation Turks (Brin-
baum & Primon, 2013a). These results reflect also differ-
ences in social origins by ethnic groups, linked to the se-
lectivity of migration (Feliciano, 2006) and the predom-
inant role of social background for explaining the dif-
ferences in educational attainment between the second
generation and the majority population (Heath & Brin-
baum, 2007).
The trend is starkly different among men, as the
share of highly educated is lower among Maghrebians
and Sub-Saharan African second generation, and even
lower for the descendant of Turks. This can be explained
by the lower school careers ofmen and the fact thatmen
weremore likely to get vocational diplomas thanwomen.
It also reflects the huge proportion of people without
diploma which can be responsible for their labour mar-
ket difficulties.
3.2. Multivariate Analysis: Measuring the Gaps in
Employment and Occupation
These differences can be related to the structural differ-
ences between the majority population and minorities,
in terms of individual and socio-demographic character-
istics (such as age, level of education, family situation,
number of children and place of residence). All these
factors have an impact on labour market outcomes, as
it has been shown in previous research. Therefore, we
use logistic regressions to measure the gaps and disen-
tangle the effects of origins, once controlling for socio-
demographic characteristics, education and place of res-
idence (see Section 2 on methodology). Table 2 focuses
on these gaps. Some large negative associations have
been observed, indicating ethnic penalties, both in em-
ployment and occupation, for first and second genera-
tion men and women. We furthermore observe impor-
tant differences between groups.
Among men, once controlling for compositional dif-
ferences, the gaps (to the majority population) are
reduced but remains negative for all groups, except
for Europeans from EU15 countries and for South-East
Asian second generation. The gaps are huge for some
groups, e.g., individuals from African countries and im-
migrants from new EUmember states, EU13 immigrants,
and furthermore among Turkish immigrants. For most
groups there is a reduction of the gap except for the
Maghrebians, Asians and, to a lesser extent, for Sub-
Saharan-Africans, for whom the gaps are similar for
both generations.
Among women, as noticed previously, the gaps are
particularly high in the first generation and reflect the
lower labour market participation of new EU members
(EU13) and some non-European groups, even controlling
for socio-demographic characteristics. The gaps have di-
minished with the control of education in the model but
remain large for the first generations (19.7 points for
EU13; 30 points for Maghreb; 34.6 for Other Asia; 41.6
points for Turks). The second generation of these groups
is still penalized compared to themajority population, ex-
cept for the descendants of Southeast Asian.
Among the active, the trend is quite similar for men
with a reduction of a few points, but the picture dif-
4 Among Asians, we highlight a polarization among the first generation, with a group of lower educated and a large group of higher educated, while there
is a high proportion of higher educated people among migrants from other Asian countries.
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Table 2. Estimated gaps in labourmarket outcomes fromMajority population by gender. Source: INSEE Labour Force Survey
2013–2017, excluding people in education or in training.
Men Women
Probability to Probability to Probability Probability Probability to Probability to
be employed be employed to hold high to be be employed hold high
among active skilled jobs employed among active skilled jobs
M1 M2 M3 M1 M2 M3
Ref. Majority Coef/SE Coef/SE Coef/SE Coef/SE Coef/SE Coef/SE
EU15 1st 0,004 −0,005** −0,036*** −0,010*** −0,008*** −0,024***
0,003 0,002 0,003 0,004 0,002 0,003
2nd −0,004* −0,002 0,002 −0,013*** −0,005*** −0,011***
0,003 0,002 0,003 0,003 0,002 0,002
EU13 	1st −0,097*** −0,063*** −0,056*** −0,197*** −0,077*** −0,060***
0,012 0,008 0,007 0,011 0,008 0,003
2nd −0,032*** −0,011* 0,019** −0,023*** 0,002 −0,001
0,008 0,006 0,009 0,009 0,006 0,007
Maghreb 1st −0,142*** −0,107*** −0,092*** −0,303*** −0,105*** −0,069***
0,004 0,003 0,002 0,004 0,004 0,002
2nd −0,144*** −0,076*** −0,037*** −0,147*** −0,047*** −0,030***
0,004 0,003 0,003 0,004 0,003 0,002
Other Africa 1st −0,105*** −0,076*** −0,103*** −0,125*** −0,068*** −0,082***	
0,006 0,004 0,002 0,005 0,004 0,002
2nd −0,092*** −0,038*** −0,029*** −0,080*** −0,040*** −0,037***
0,009 0,005 0,007 0,010 0,005 0,005
Turkey 1st −0,085*** −0,054*** −0,091*** −0,416*** −0,098*** −0,091***
0,008 0,005 0,005 0,009 0,010 0,004
2nd −0,037*** −0,019*** −0,034** −0,205*** −0,042*** −0,060***
0,011 0,005 0,015 0,015 0,008 0,008
SouthEast Asia 1st 0,025*** −0,018*** −0,040*** −0,089*** −0,026*** −0,059***
0,009 0,007 0,007 0,011 0,007 0,004
2nd −0,068 −0,028*** 0,022* 0,014 0,012** 0,022**
	 0,014 0,008 0,013 0,014 0,006 0,010
Other Asia 1st −0,047*** −0,049*** −0,066*** −0,346*** −0,089*** −0,072***
0,009 0,006 0,005 0,009 0,009 0,003
2nd −0,069*** −0,013 0,012 −0,053** −0,019* −0,011
0,019 0,009 0,016 0,022 0,010 0,010
Notes: *** p < 0.01, ** p < 0.05, * p < 0.1. Estimated gap in the predicted probability of being employed (for all and among active)
or accessing professional and managerial positions compared to the majority population, from logistic regression controlling for age
(squared), family situation, education, year of survey, place of residence and health. Marginal effects are reported.
fers for women. The immigrants’ gaps are considerably
reduced compared to the first model. However, ethnic
penalties in employment are observed for all immigrant
men andwomen.We observeminor gaps for EU15mem-
bers and South-East Asians and larger gaps for EU13,
Maghrebian and Sub-Saharan African groups, and to a
lesser extent for Turks and other Asians (lower gaps in
any case for men than for women).
We also observe a decrease of the gaps across gener-
ations. Nevertheless, the ethnic penalties remain signifi-
cant however for the North-African, Sub-Saharan African
and Turkish second generation men and women, and
for South-East Asians (only for men, a positive associa-
tion is observed among women). There is no difference
(or little difference, less than 1 point) between the ma-
jority population and European or Asian second genera-
tion individuals.
In terms of occupational attainment, we observe dis-
advantages in access to high skilled occupations for all
migrants, men and women. Again, we highlight impor-
tant changes across generations, with a notable reduc-
tion of the gap between first and second generation indi-
viduals (Table 2, M3). However, ethnic penalties persist
for both gender among the descendants of North African,
Sub-Saharan African immigrants (2 to 4 points) and Turks
(almost 6 points for women). Slight advantages are ob-
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served for South-East Asian second generations and the
men of EU13 origins.
Comparing results across both outcomes show
higher gaps in employment than in occupation for the
North-African second generation (with larger differences
for men), while there are higher gaps in occupation than
in employment for the Turkish second generation (with
larger differences for women). The picture is different
for Europeans or Asian individuals, with little negative
gaps in employment that become even positive when at-
taining a high skilled position is considered. These pat-
terns hold for both SE Asian second generation men and
women. Slight advantages are also observed for the sec-
ond generation EU13 men.
Other factors play a role in employment and occupa-
tion. In all models (Table 2), tertiary degrees have the
highest effect on the probability of employment and hav-
ing a high skilled position. Hence, people without quali-
fications have significantly less chance to be employed
and logically to access high skilled positions, while Ter-
tiary educated individuals have better prospects (even
higher when they got more than a bachelor’s degree).
Moreover, place of residence is an important factor. Liv-
ing in a segregated area, whereminorities are numerous,
decreases both the employment probability and access
to skilled positions of minority individuals. This can be
due to spatial mismatch—that is to say economic depri-
vation can have a debilitating effect among individuals of
different groups. More longitudinal research is needed
for this pattern to be disambiguated.
3.3. Mechanisms and Factors Explaining the Gaps
3.3.1. Returns of Foreign Educational Qualifications and
Role of Language Skills for Immigrants
Among immigrants, disadvantages remain for most of
the groups in both employment and occupation. How-
ever, the difference from majority members can be ex-
plained by human capital and other factors related to
the experience of migration, such as duration of stay in
France, nationality, the problem of recognition of qual-
ifications, language skills and more (Chiswick & Miller,
2014), as well as the lack of knowledge of the func-
tioning of the French labour market and lack of suit-
able networks. Do these factors explain the observed
gaps? To answer this question, we use additional anal-
yses focusing on immigrants, and using the 2014 ad-
hoc module which contains some important variables,
rarely present in other surveys. We take advantage of
this data, despite its limitations to improve the under-
standing of the mechanisms leading to labour market in-
tegration. As these factors do not relate to the major-
ity members, we look at the associations of these vari-
ableswith labourmarket outcomes amongmigrantswith
a new reference group: the first generation of European
immigrants (from EU15).5
Table A3 in theAnnex gives us somedescriptive statis-
tics by origin group and Table 3 reports the odds of the
three regressions for the probability of being employed
among the active, of having access to skilled jobs and
of feeling overqualified for the current job. For each
indicator, we control for the same variables as in Ta-
ble 2, and add nationality, French knowledge, duration
of stay in France, and a combined variable, which indi-
cates whether the individual has a tertiary degree, and
whether this is foreign or French qualification (instead
of the detailed education variable-based on the highest
diploma used in Table 2).
Table 3 M1 shows that all groups are still disadvan-
taged in terms of employment compared to EU15 immi-
grants with similar characteristics, even with the control
of these additional variables.
While difficulties in speaking or writing in French de-
crease a little the probability of being employed—and
this factor appeared significant once we control for the
duration of stay in France, difficulties in both (oral and
writing) have no significant effect. Besides, obtaining a
tertiary degree in France or outside France does not af-
fect the probability of employment.6 These outcomes,
surprising at first insight, could be explained by the fact
that migrants mobilize their social capital and use their
personal networks to find a job. This is even more pro-
nounced when French knowledge is low (48% for those
who encounter difficulties in speaking or writing found
employment through networks, against 28% for those
with a good level of French). This trend varies a lot by
country of origin: hence, 57% of immigrants from EU15
countries found their current job by deploying diverse
networks (mostly family and personal networks; see Ta-
ble A3 in Annex). Networks are also very efficient for
migrants from Turkey (51%) despite of their lower ed-
ucational attainment, even more than for the majority
population (34%). This can foster access to employment,
however there is a little or no impact on the access to
skilled jobs.7
Furthermore, having foreign nationality decreases
the probability of employment, insofar that it prevents
access to certain jobs (those of public sector) and limits
access to jobs due to administrative restrictions (Fougère
& Safi, 2005). This effect disappears in access to skilled
jobs and as to perceived overqualification.
Even though French knowledge has little effect on
the probability of employment, it has a stronger impact
5 The EU13 category, too small in the adhoc module, has been gathered with the category of other origins, as well as immigrant from Asian countries in
another category.
6 However, when we exclude the knowledge of French in the model, qualifications obtained in France has a positive effect on employment, while this is
not the case with tertiary degree obtained abroad. A previous model, with a detailed highest diploma, highlights the positive effect of the higher levels
of tertiary degree (more than three years after the baccalaureate) on employment.
7 Channel of getting a job has been added as explanatory variable to the M2. Finding a job through networks (rather than spontaneous application)
increases the access to skilled jobs for men, but not for women.
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Table 3. Logistic regressions on labour market outcomes among immigrants (odds ratios). Source: INSEE Labour Force
Survey 2014 § adhoc module.
Probability to be Probability to hold Probability to feel
employed (M1) skilled jobs (M2) overqualified (M3)
Odds SE Odds SE Odds SE
Ref. EU15
Maghreb 0,26*** 0,29 0,24*** 0,34 2,03*** 0,24
Oher Africa 0,24*** 0,26 0,32*** 0,31 2,20*** 0,21
Turkey 0,26*** 0,36 0,19** 0,81 1,16 0,38
Asia 0,34*** 0,36 0,58 0,39 1,54 0,30
Others 0,37*** 0,30 0.53** 0,31 1,59* 0,24
Women/Men 0,78 0,16 0,60** 0,20 1,00 0,14
Ref. Below
Tertiary degree: in France 1.35 0,24 25,91*** 5,15 1,55** 0,20
outside France 0,88 0,22 11,53*** 2,47 2,33*** 0,21
Nationality: Ref. French
Foreign 0.62*** 0,17 0,88 0,25 1,3 0,16
Ref. Perfect French or mother tongue
Difficulties at oral or writing 0,65** 0,21 0,30*** 0,32 1,48** 0,19
Difficulties at oral and writing 0,72 0,21 0,27*** 0,33 1,45*** 0,19
Notes: *** p < 0.01, ** p < 0.05, * p < 0.1. Field: immigrants (18 to 64), active (M1) and employed (M2, M3). Controls for age, age2,
number of children, place of residence, partner’s activity, duration of stay in France.
on access to skilled jobs and feeling of over-qualification.
Hence, language skills have a significant effect on the
probability of accessing managerial and professional po-
sitions (once controlling for educational attainment and
socio-demographic characteristics). Migrants with diffi-
culties in French have less chance to gain such posi-
tions. Taking into account the strong relationship be-
tween diploma and occupation in France, access to these
positions gradually increases with the level of education.
However, among the Tertiary degree holders, those who
obtained their degree abroad (rather than in France)
have lower chances of access to these positions. It is
difficult to analyse the gaps further with the data, but
the patterns observed seem to reflect a lack of human
capital and of degree recognition, as well as quality of
education—among immigrants who would have liked to
have their foreign diploma recognized when they arrived
in France, almost a third said that they did not succeed.
This is a problem particularly encountered by migrants
from less developed countries. A long duration in France
(more than 15 years) is positively correlated with access
to skilled jobs. Moreover, women are less likely to hold
skilled positions compared to men with similar qualifica-
tions and characteristics.
Somewhat similar trends emerge for perceived over-
qualification. Descriptive statistics (in Table A3 in Annex)
show that migrants from all groups feel more overquali-
fied than the majority population (16%): almost a quar-
ter of Europeans (EU15) and Asians, 29% of Turkish and
35% of migrants from Maghreb and Sub-Saharan Africa
express this feeling. Table 3 M3 shows that compared to
Europeans (EU15), the effect of ethnic origins remains
significant for perceived overqualification for two groups,
the North Africans and Sub-Saharan Africans, the groups
who also appear most disadvantaged in access to em-
ployment and high skilled occupations. The more edu-
cated workers are more likely to express this feeling, but
this is amplified when they gained their degree abroad
(odds= 2.3). Furthermore, those who have difficulties in
French feel more overqualified.
Hence, lack of human capital, through lack of French
proficiency or lack of French tertiary qualifications has a
significant impact on access to skilled jobs and perceived
over-qualification. These results have been observed as
to immigrants’ wages (Bechichi, Bouvier, Brinbaum, &
Lê, 2016). These additional variables explain labour mar-
ket disadvantages between EU15 migrants and other mi-
grants, though we need further research, with larger
samples to disentangle the effect of different factors. Re-
turns to human capital are related to the quality of educa-
tion, recognition of diplomas and skills in the host coun-
try, which is difficult to measure in the LFS. However,
ethnic penalties remain and may be attributed to other
factors—not measurable in the survey—and discrimina-
tion, in line with previous research (see the discussion in
Section 3.3.3).
3.3.2. Returns to Higher Education for Second
Generations
Table 4 compares the ethnic gaps for the highly educated
(with a tertiary degree) and the lower educated (at most
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Table 4. Estimated gaps of having post-secondary education (rather than below*) on labour market outcomes for second
generation by origin groups and gender. Source: INSEE Labour Force Survey 2013–2017.
Men Women
Probability to be Probability to hold Probability to be Probability to hold
employed high skilled jobs employed high skilled jobs
Ref. Majority Coef/SE	 Coef/SE	 Coef/SE Coef/SE
EU15 Below −0,004* 0,007*** −0,005** 0,001
0,002 0,002 0,002 0,002
tertiary degree −0,000 −0,037*** −0,005** −0,041***
0,002 0,007 0,002 0,006
EU13 Below −0,013 0,007 0,007 0,001
	 0,008 0,007 0,008 0,005
	 tertiary degree −0,005 0,070***	 −0,006 0,151
0,008 0,020 0,008 0,198
Maghreb below −0,092*** −0,020*** −0,053*** −0,007***
0,004 0,002 0,004 0,002
tertiary	degree −0,035*** −0,085*** −0,037*** −0,102***
0,004 0,009 0,004 0,008
Other Africa below −0,045*** −0,022*** −0,029*** −0,007
0,006 0,006 0,007 0,006
	 tertiary	degree −0,014** −0,066*** −0,047*** −0,131***
0,007 0,020 0,007 0,016
Turkey below −0,020*** −0,042*** −0,048*** 0,001
0,007 0,007 0,011 0,012
	 tertiary	degree −0,036*** −0,074*	 −0,039*** −0,257***
0,014 0,042 0,013 0,030
South-East Asia below −0,023** 0,033** 0,039*** 0,041***
0,010 0,016 0,007 0,015
tertiary degree −0,021** 0,061*** −0,012 0,030
0,008 0.23 0,008 0,022
Other Asia	 below 0,007 0,096*** 0,007 0,056**	
0,011 0,029 0,015 0,012
	 tertiary	degree −0.024** −0,019 −0,029*** −0,008
	 0.11 0,032 0,011 0,029
Notes: *** p < 0.01, ** p < 0.05, * p < 0.1. Field: 18–64, excluding people in education or in training. Majority population and second
generations. Results are explained as marginal effects. *Note: Belowmeans at most, secondary diploma. Controls for age, age2, number
of children, place of residence, partner’s activity, year of survey.
secondary education) by adding interactions between
educational attainment and origin groups. It allows us to
measure whether a tertiary degree may reduce employ-
ment gaps between the majority population and the sec-
ond generation.
Different patterns appear by groups of origins and by
gender. A tertiary degree increases the chances of be-
ing employed (in reducing the gap without cancelling it)
for the descendants of Maghreb, men and women, and
Sub-Saharan African men. However, it even decreases
the probability of employment (in enlarging the gaps) for
the Sub-Saharan second generationwomen and the Turk-
ish second generation men. Besides, no improvement is
seen among South East Asian second generation men.
Hence, a tertiary degree brings better the access to
the labour market for some groups, particularly among
men belonging tominorities who are likely to experience
discrimination, through the ethnic gaps do not vanish.
However, a Tertiary degree does not have the expected
effect on the labour market entry of other groups.
The returns to higher education are negative for ob-
taining high skilled positions for the North-African, Other
African and Turkish second-generation individuals (and
the gaps are reinforced among the women in these
groups). In contrast, some advantage is observed for the
South-East Asians second generation men.
For some groups, returns to higher education are pos-
itive and reduction in the gap between the majority pop-
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ulation and the second generation is observed, while for
others, returns are even lower, particularly for access-
ing high skilled positions. This is an unexpected result
that questions the opportunities of upward social mobil-
ity among the second generation.
However, for this thematic issue (and harmonization
in comparative perspective), we use a rough category
for the “higher educated” (individuals with a tertiary de-
gree). Nevertheless, this category includes different de-
grees, from more or less selective programmes and di-
verse fields of study, at different levels, which have not
the same value in the labour market. Previous research
has shown unequal access and careers in higher educa-
tion among the second generation linked to their social
and migratory backgrounds and previous school careers.
For instance, North-African second generation is more
likely to get vocational or technological baccalaureate
(as opposed to an academic one) that reduces access to
selective tertiary programmes and success at university.
Second generations have different routes into secondary
and higher education which affects both degree comple-
tion and entry into the French labour market (Brinbaum
& Guégnard, 2013). This has an impact on the degree
completed and therefore on labour market access and
careers. Hence, a better consideration of the differences
in higher education and factors fostering the labour mar-
ket outcomes may reduce ethnic gaps.
3.3.3. Further Explanations of Remaining Ethnic Gaps
The remaining ethnic gaps in the labour market, in gen-
eral and among the higher educated, reflect ethnic penal-
ties that can be explained further (e.g., Heath& Yu, 2005).
A potential explanation is the lack of networks for ac-
cessing a job (Granovetter, 1974) for some groups and
the use of ethnic resources for others. The role of social
networks in the professional integration of immigrants
and ethnic minorities have been demonstrated in the
United States, particularly in the Mexican community
(Mundra & Amuedo-Dorantes, 2004; Waldinger, 1994).
The propensity for ethnicminorities to findmore employ-
ment thanmajority members through ethnic networks is
well-established (Fernandez & Fernandez-Mateo, 2006).
Similar patterns have been observed in France for the
Portuguese community, explaining their high employ-
ment (Domingues Dos Santos, 2005) and confirmed for
Portuguese and Turkish first and second generations
based on the French Trajectories and Origins Survey
(Brinbaum, 2018).
These trends are visible here with more recent data
(Table A2 in Annex). Immigrants are more likely to get
their jobs through networks than both the majority pop-
ulation (25% for men and 21.7% for women) and second
generation individuals, with notable differences by ori-
gin and by gender. The share of networks in access to
employment is particularly high among Europeans and
Turkish migrants (43% and 38% for the men from EU13
and EU15 countries, 35% and 30% for thewomen; and re-
spectively, 52%and 43% for the Turkishmen andwomen)
and for Asianmen to a lesser extent (35% to 37%). In con-
trast, these results reflect lack of networks among the
women of North-African, other African and Turkish ori-
gins. They do not have efficient networks that can help
them reach high skilled jobs. We can refer to Putnam
(2000) who distinguishes between bridging and bond-
ing social capital (Turks and South Europeans in particu-
lar would use more bonding capital among co-ethnics).
Turkish men are also more numerous among the self-
employed in ethnic niches, and this can contribute to
their high employment. However, they are less likely to
hold skilled jobs.
The remaining ethnic gaps, higher forminorities from
North Africa and Sub-Saharan Africamay be attributed to
discrimination (direct and indirect discrimination).8 Ob-
served employment gaps are consistent with previous
research and with the level of experience of discrimina-
tion these groups declare and can be attributedmainly to
their racial and ethnic origins (Brinbaum, Safi, & Simon,
2016) or to “religious cleavages” (Alba & Foner, 2015).
Discrimination in hiring against these groups have been
confirmed by testing (Duguet, L’Horty, & Petit, 2009; Pe-
tit, Duguet, L’Horty, Parquet, & Sari, 2013). Discrimina-
tion may occur in hiring, but also in careers, leading to
lower access to high skilled positions. Second generation
womenmay be blocked by the “Glass ceiling” and by eth-
nic, racial and gender discrimination. Social and ethnic
segregation also influence the labour outcomes. Living
in segregated areas has also a negative effect on labour
market employment. Investigating each of these issues
in detail is beyond the scope of the present paper.
4. Conclusions
Based on recent data, the pooled 2013–2017 French LFS,
we show large differences in the French labour market
between minorities and the majority population by gen-
eration, country of origin and by gender. Like previous
studies, we find evidence of stark ethnic disadvantage in
the French labourmarket.We highlight the disadvantage
for the first and second generation, for both men and
women. Furthermore, differences appear between and
within origin groups.
Ethnic penalties in employment and in access to
skilled occupations are observed for all immigrants but
their magnitude depends on ethnic origins. Lack of hu-
man capital explains to some extent migrants’ labour
market disadvantages, particularly French knowledge
and educational qualification transferability are very im-
portant. These variables have however a greater impact
on occupation and perceived overqualification than on
employment. Furthermore, immigrants tend to mobilize
more their social capital for finding a job.
A certain pattern emerges: disadvantages decline
across generations, particularly for the second genera-
8 Unexplained differences are also due to unobserved variables and other external factors.
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tion, socialized and educated in France. This reflects a
real progress in employment and access to skilled oc-
cupations across generations, in line with the evolution
of educational attainment. This trend is even more pro-
nounced among women.
Despite this real improvement, our research confirms
the persistence of ethnic inequalities in access to em-
ployment and high skilled positions for some groups: the
male and female descendants of North-African and Sub-
Saharan African origin and to a lesser extent for the Turk-
ish second generation women. In contrast, Asian second
generation men and women encounter even a slight ad-
vantage in attaining high skilled positions. Their high ed-
ucational attainments are transferred into occupation.
The share of Tertiary degree holders has increased
among the second generations, even more for women.
However, ethnic gaps have not disappeared at this
level. Some employment gaps are reduced, in particu-
lar among the descendants ofMaghreb and Sub-Saharan
Africa (men), who benefit from postsecondary educa-
tion to a certain extent. Ethnic penalties remain and
even increase for accessing skilled positions (particularly
for women of the same origin). More highly educated
than the first generations, yet second generationwomen
have less access to highly skilled jobs. This limits up-
ward social mobility. These outcomes may be linked to
their post-secondary school experience, and differenti-
ated pathways in higher education, lack of suitable net-
works and possible discrimination (linked to ethnic ori-
gins and gender). Further analyses will be investigated
further in this respect.
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Annex
Table A1. Sample sizes by origin groups and by generation (N). Source: INSEE Labour Force Survey 2013–2017, excluding
people in education or in training.
All Active Employed
Majority 994116 787512 723326
EU15 1st 29941 22223 20462
2nd 55882 44179 40424
EU13 1st 4656 3612 3061
2nd 5639 3531 3272
Maghreb 1st 40202 25260 19258
2nd 30981 24400 18979
Other Africa 1st 18867 14770 11805
2nd 5414 4472 3443
Turkey 1st 6979 4073 3143
2nd 2826 1983 1444
South-East Asia 1st 4448 3415 3085
2nd 2325 1961 1719
Other Asia 1st 6072 4187 3537
2nd 1256 1053 905
Note: unweighted Ns.
Table A2. Educational attainment of active and share of employees who got their current job through relations, by origin
groups, generation and by gender (%). Source: INSEE Labour Force Survey 2013–2017.
Men Women Men Women
Educational attainment*
Lower Higher Lower Higher Share of people who got their
educated educated educated educated current job through relations**
Majority 16,0 34,5 14,7 42,1 25,3 21,7
EU15 1st 40,7 26,3 37,5 31,0 38,1 34,9
2nd 19,5 29,4 15,8 38,0 29,2 25,1
EU13 1st 23,4 32,1 13,2 60,1 42,8 29,7
2nd 13,3 37,3 23,1 39,6 26,3 25,4
Maghreb 1st 37,6 28,8 40,6 28,1 28,9 26,4
2nd 26,2 26,6 18,7 36,8 26,7 19,7
Other Africa 1st 34,6 33,6 39,9 24,6 30,5 27,2
2nd 25,9 29,8 15,9 41,2 26,1 15,7
Turkey 1st 61,2 7,7 62,7 10,1 51,7 43,4
2nd 39,3 18,3 20,2 26,9 37,4 18,1
South-East Asia 1st 36,9 37,1 37,2 39,9 35,0 33,3
2nd 10,9 50,8 9,0 57,8 25,0 19,8
Other Asia 1st 30,8 42,3 28,1 51,1 37,1 27,7
2nd 8,8 56,8 4,0 71,7 17,0 21,4
Notes: * active excluding people in education or in training; ** employees at the date of the survey. The question comes from the LFS
survey about the access to the current job (firm). Lower educated corresponds to no diploma or less than a secondary diploma; Higher
educated to a tertiary degree.
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Table A3. Labour market outcomes for immigrants and the majority population in 2014 (in %). Source: adhoc module
(2014).
Share of people who found their current job through networks Labour market outcomes
Personal and Professional Association of immigrants Total Access to Feeling of being
family relations relations or compatriots high-skilled jobs overqualified
Majority 21 13 0 34 21 16
EU15 44 13 0 57 18 24
Maghreb 33 8 3 44 11 35
Other Africa 29 10 0 39 15 35
Turkey 42 9 0 51 4 29
Asia 29 12 3 44 22 26
Note: Majority population and immigrants employed in 2014.
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